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Abstract 
The modern problem nowadays becomes insufficient harmonization of work and family life of employees, which has adverse 
effects on the conditions of work, family life and society. The need to harmonize work and family life is still topical, given the 
trends in European social, economic, demographic and political developments. The solutions at the national level should be 
implemented into corporate policy. Support family life is becoming an important component of corporate culture. The aim of this 
paper is to analyse various aspects of the problem, the possibilities of flexible work time and their using in practice by 
harmonization of work and family life in Slovakia. 
© 2015 The Authors. Published by Elsevier B.V. 
Peer-review under responsibility of Academic World Research and Education Center. 
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1. Introduction 
    The problem of the harmonization of work and family life is relative new in Slovakia, but this concept became 
one of the state policy goals and as a concept also a part of company management in praxis. The idea of 
measurement and evaluation of the company factors according to the pro-family staff policy originated in US and 
has longer tradition. In 1991 was developed “Family –friendly –index” (FFI), by the Families and Work Institute in 
New York, which indicates how strongly is pro families business administration.  We can talk also about “firms with 
 
 
* doc. Ing. Pavel Ceniga, PhD., Tel.: +421-41-5133-218. 
E-mail address: pavel.ceniga@fpedas.uniza.sk 
© 2015 The Authors. Published by Elsevier B.V. This is an open access article under the CC BY-NC-ND license 
(http://creativecommons.org/licenses/by-nc-nd/4.0/).
Peer-review under responsibility of Academic World Research and Education Center
153 Viera Sukalova et al. /  Procedia Economics and Finance  26 ( 2015 )  152 – 159 
good (or poor or strong) work-life balance. (Bloom et al., 2006). The term “work-life balance” (WLB) became a 
dilemma in professional, academic and also political field last years. The necessity of this discussion reflects the 
changes in economic and social life and also the changes of the nature of work. Although the problem of work-life 
balance seems to be problem of individual and his family, it requires the social solution. Experts say that such policy 
is necessary for the company, because good work organization can influence the balance between the work and 
family life. Felstead defined the term “work-life balance” as “the relationship between the institutional and cultural 
times and spaces of work and non-work in societies where income is predominantly generated and distributed 
through labour markets” (Fealstead et al. 2002 p.56). Sue Campbell Clark aims to explain how people “manage and 
negotiate the work and family spheres and the borders between them in order to attain balance” (Clark, 2000, p. 
750).I n Slovakia is used the term “harmonization of work and family life” and this problem is discussed  last years 
by academics, researchers, politicians, policy makers, work place organizations, public and private  sector, trade 
union officials. In this paper we would like to discuss some aspects of the problem, possibilities of creating variable 
forms of work and working time and the situation in Slovakia. Community legislation provides relatively sufficient 
conditions for the creation of good working conditions for employees with family responsibilities, but they are still 
not sufficiently utilized. Foreign experiences show us that pro family oriented steps of employers have significant 
impact on efficiency, productivity and competitiveness of the company and of course the well-being, health and 
motivation of staff, the quality of their work and family life. The rise of the harmonization of work and family life 
problem discourse reflects changes in the nature of work and workplaces that are related to global competition and 
trends. 
2. Management in era of globalization 
The current period characterized by mutual interdependence of economics, political systems and cultures rise to 
new requirements for working managers who must control the elements of international business customs. 
Management focuses on the conditions of collective cooperation of all partners in the enterprise. Modern 
management to address the new strategic and tactical tasks provides a significant share of the necessary background 
knowledge; urgent issue is the assimilation of modern business and management. We would like to accent new 
specifics of the managerial work. 
2.1. Changes of the nature of work 
Emphasis the focus of the managerial work in the future requires the ability to conceptual work, control 
techniques of strategic management and be willing to accept changes and new approach: 
x Focus on continuous improvement, increasing performance and productivity in the application of new 
approaches, methods, techniques and tools and better application of the social functions of the enterprise. 
x Focus on the knowledge sharing and their replenishment and development (knowledge management, learning 
organization). 
x Work with uncertainty and risk in terms of turbulence and chaos, the need to resolve the conflict of the personal 
and business goals. (Vodacek, Vodackova, 2001) 
2.2.   New trends in human resources management 
Globalization, new technologies and business restructuring are challenging long established patterns of paid work 
while imposing new burdens on families, individuals and households. These changes in the world of work bring new 
organizational structures, changing flexible work organization and work intensification and also new challenges in 
the field of the work – life balance. Globalization has logically importance for the personnel management of 
enterprises; on the development of the human potential and increasing investment in social questions. We would like 
to accent that the human resources management should be focused on: 
x Improving the quality of working life 
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x Increasing labour productivity 
x Increasing  employee satisfaction 
Armstrong says that it is necessary to develop employee – individuals and also collectives and important is also 
to increase the readiness for change. (Armstrong, 2008) 
 
3. Various views on the work – life balance 
The problem of work life balance is very wide and can be considered from many aspects of view and so the 
discusses can reflect various views as fallow.  
3.1. Psychological aspect  
Pure balance between work and life brings feelings of pressure, lack of time; that means the feeling of work and 
non-work unbalance. The problem is in combining of paid work with other parts of life and people have difficulties 
in managing various life domains. Changes in the work place cause the stress and growing job dissatisfaction.  
But sometimes is the problem connected with the managerial roles, where they are happy with choice to work long 
and hard and demonstrate their position at work; it is called “face time”. (Lewis, Gambles, 2007) The flexibility and 
variability of working time appeared inversely related to health and psycho-social well- being. To protect the health 
is an obligation according to the Act Nr. 124/2006 on Safety and Health Protection at Work. 
3.2. Social aspect 
Problem of the work life balance is also a part of state social policy. The possibility of state to increase in the 
sustainable way of the employment and to solve the risks of unemployment and social exclusion is connected also 
with the possibilities, which have men and women for the harmonization of their work and family life. One of the 
social policy goals is also to increase the “employer” feeling for the problems of work and family, to motivate the 
employers and support the pro - family measures and their implementation on praxis. From social factor it is 
necessary to promote flexible options and flexible work organization and working time, pro-family social program 
including family services, as well as corporate social responsibility.  
Social factors and changing nature of paid work is connected with new concept called socially sustainable work 
(Brewster, 2004). 
 
3.3. Gender aspect 
Sometimes the problem of harmonization of work and family life can be understood as the gender problem, 
because the family is more connected with women. From the gender view we can consider the work – personnel 
conflict in two ways: harmonization of work and family life can influence the time and mobility possibilities. From 
other point of view this problem is connected with various hidden forms of discrimination, for example some 
differences in work conditions of men and women or in the support of their professional growth etc.  Some firms see 
work and family life as incompatible, which fuels gender inequities. Although the problem is gender it needs gender 
neutral solution. 
3.4. Aspect of workplace culture 
Pro family oriented enterprises produce positive effects felt in general society. The company policy plays in 
process of the harmonization of work and family life a big role. In doing so, it is also necessary to respect the 
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specific needs and conditions of employment of specific groups of employees: pregnant women, mothers until the 
ninth month after birth, youth and disabled employees.  
Take up has been linked to the factors that make up the organizational work-life culture, such as the extent of 
manager and co-worker support, the career consequences of taking a work-life balance measure, organizational time 
expectations and gendered perceptions of policy use. (Mc Donald et al., 2005) It is necessary also to accent the role 
of the ethical sensitivity in this process not only on site of the employer but also on site of the employees. If we go 
out of the fact that every employer is moral responsible, but not every employee has the same level of ethical 
sensitivity, we can say, that pro – family steps can be used  in some cases not for family life but for example for 
other work for another employer and so on.  
 
4. Flexible forms of work in Slovakia 
The flexible forms of work are often called as a new form of employment, alternative forms of employment, or 
non-standard form. For the purposes of this paper we use the term flexible forms of employment, which adequately 
describes the width of this issue. Formankova  a Nedoma  (2009, p. 13) describe three categories of conditions that 
must be bringing in account when implementing the flexible forms of work organization: 
x Nature of the work 
x Personality and the performance characteristics of the employee 
x Personal and professional profile of the manager 
In the Slovak Republic are the flexible forms of work supported by the Labour Code (Act Nr. 311/2001 Co.) 
4.1. Employment relationship with reduced working time 
    An employer may agree with an employee in the employment contract, a reduced weekly working time than 
determined weekly working time.  An employer may agree with an employee amendment of the determined weekly 
working time to a reduced weekly working time, and amendment of reduced weekly working time to the determined 
weekly working time.  Reduced working time need not be distributed over all working days. Such an employee in an 
employment relationship with reduced working time may not be advantaged nor constrained in comparison to a 
comparable employee. This form can be connected with higher administration but can be good support for work-life 
balance.  
 
4.2 Job sharing 
 
   A job sharing is an employment relationship with reduced working time themselves distribute amongst themselves 
the working time and the job description appertaining to the job.  This form is positive for employer and also for 
employee. Divided job is a job where employees are working part time for part-time work among themselves the 
pattern of working time and workload related to this job. This form of employment requires a written contract 
between the employer and the employees of its placement on single workstation. Employment contract the employer 
will be obliged to inform the employee in writing with working conditions in the workplace.  
When the actual performance of such work can be divided instead contribute to enhancing the skills and experience 
for one salary (divided between two employees). It also increases mutual support workers, peer review and 
development, but also contributes to higher motivation. Important is also the substitution of employees. The 
introduction of that form substantially prevents misuse worker employed under shorter working hours (the same 
scope of work in less time and at lower wages) and paves the increasing interest on the part of workers with family 
responsibilities to these forms of employment 
 
4.3 Home work and telework 
 
     The employment relationship of an employee who performs work for an employer at home or at another agreed 
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place, pursuant to conditions agreed in the employment contract (hereinafter referred to as "home work"). This may 
be the intellectual work, for example translating technical texts, but also physical work. Who performs work for an 
employer at home or at another agreed place, pursuant to conditions agreed in the employment contract, using 
information technology (hereinafter referred to as "telework"). This form of work most often opt for programmers, 
IT technicians, personal customer service, marketing agents, accountants. An employee can work in telework on 
hardware and software that employer, or even on its own. 
 
 
4.4 Working time account 
 
   A working time account is a method for the uneven distribution of working time that an employer may introduce 
only after agreement with employee representatives. The agreement on the introducing of a working time account 
must be done in writing. The agreement may not be replaced by a decision of the employer. In the application of 
working time accounts, an employer may arrange working time so that where more work needs employee worked 
more hours than their fixed weekly working time. If necessary to work less hours than its established weekly 
working time or work not carried out at all. Average weekly working time may not exceed the stipulated weekly 
working time over a period of 12 consecutive months. This method of working time allows the organization to 
respond to situations where a temporary lack of work or even if the employer has no work for employees. With 
some employees (for example, an employee with disabilities, pregnant women, etc.) can be arranged working time 
only with their consent. 
 
 
4.5 Temporary assignation 
 
    The employer or the agency for temporary employing in accordance with separate regulation may agree in writing 
with the employee on assignation him/her temporarily to perform work to another legal person or natural person 
(hereinafter referred to as “using employer”).  The agency for temporary employing shall undertake, in the 
employment contract concluded between the agency for temporary employing and the employee, to ensure for 
temporary performance of work of the employee at the using employer, and shall agree on the conditions of 
employment. The employer or temporary employment agency may agree with the using employer on the temporary 
assignment of an employee to perform work. The employer may agree on agree temporary assignment with the 
using employer only where there are objective operational reasons for such assignment. An essential element of the 
agreement is guaranteed wage. It is interesting for both small and large employers, when you for some time and 
some work „leased „employees of an employer who has such a „lease„ in the subject activity. In terms of 
employment agency staff has some negative aspects. There will always be to ensure equal working conditions for 
temporary assignments and permanent employees. For employers, it is an attractive way to deal with fluctuations in 
demand, it is necessary to flexibly change the number of employees. 
 
 
4.6 Flexible working time 
 
    Flexible working time is a method for the even or uneven distribution of working time that an employer may use 
only after agreement with employee representatives. Basic working time is a time segment in which the employee is 
obliged to be in the workplace.  Optional working time is a time segment during which the employee is obliged to be 
present in the workplace in order to complete operational time.  Operational time is the overall working time that an 
employee is obliged to work in a flexible working period determined by his/her employer.  A flexible working 
period may implemented as a working day, working week, four week working period or another working period.  
The length of a work shift where flexible working time is implemented may be at most 12 hours. Disadvantages for 
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4.7 Overtime 
 
    Overtime work performed by an employee at the employer or with the consent of the determined weekly working 
time resulting from the predetermined distribution of working hours and performed outside work schedule changes. 
In calendar year may order an employee to work overtime in the range of 150 hours. An employee may perform in a 
calendar year the most overtime within 400 hours. Overtime or employer may agree with the employee only in 
urgent need of increased work. This work may not exceed an average of eight hours a week during maximal four 
consecutive months. Overtime is one of the most utilized forms of working time flexibility in the Slovak labour 
market and its scope has a tendency to increase. The reason is the interest of employers who opt-out allows rapid 
response to fluctuations in the labour market, but also the interest of employees which overtime wages are increased. 
Overtime is most prevalent in industrial production, agriculture and construction. In the tertiary sector, overtime 
work occurs most in the health sector. Overtime can have positive but often also negative influence on the work life 
balance. 
 
    The above forms of employment and work time organization can contribute to employee satisfaction, to better 
reconciliation of work and family life, but their can have an impact and  improve the quality of the working 
environment, work process efficiency, which is also beneficial for the employer. These forms help to create the 
conditions for reconciling work and family life, promoting the application of the persons with family responsibilities 
in the labour market. It also reduces the risk of discrimination on the labour market and employment to care for a 
family. The most common problems for employers, which lead to the violation of possibilities to reconcile work and 
family responsibilities of employees are identify in our research. 
 
5. Results of the research and discussion 
    Our research was focused on the problems with implementation of these flexible forms of work. After analysis of 
the legal possibilities for harmonization of work and family life, we can say, that there are good opportunities for 
employment of people with family.   Information has been obtained from the execution of labour inspection in 
enterprises in the control of reconciling work and family life of employees. The issue was reconciling work and 
family responsibilities of workers and employees caring for children.  The main complaints were, for example, 
transfer to a job in another city, the non-recognition of personal obstacles at work, their limitations, mandating 
overtime and under. Labour Code guarantees employees the right to fair working conditions, including ensuring the 
protection of women and men caring for children.   Application practice shows the incidence of violation of workers 
rights. Most deficiencies were detected in years 2012-2014 in the following areas: 
               
x Violations of the rights of leave whole and the needs of staff 
x Onerous usage of the uneven distribution of working time 
x Failure to comply with rest periods between work shifts  
x Violation of the rules governing the beginning and end of working time  
x Abuse of agreements on work performed outside employment 
x Transfer to a job in another city 
x Frequent changes of the predetermined schedule  
x Night shifts 
x Non-assignment of work under a contract of employment 
 
 
        Employer use often the work organization in 12 hour shifts; an employer with an increased work mainly uses 
the overtime as the flexible form instead to recruit new employees.  The results of the inspection work often showed 
that employees work and 5-6 days in 12 hour shifts in a row, which negatively affects their performance, 
concentration and finally to harmonize the obligations of family and working life. In practice, we often encounter 
cases that in this mode both spouses work and child rearing and home care must be rotated. Increasingly, employees 
tolerate such a state, because the need to ensure families financially and fear of job loss is stronger than harmonious 
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balance between work and personal life. 
    Flexible working time  in practice  in the production process or in the provision of services do not encounter , 
since employers have followed problem with replacing employees with part-time because of the failure of the 
manufacturing process , where the rule is working on changes to accurately set the time and work performance. 
Taking advantage of the provisions of the Labour Code is facing, especially in administrative staff where the request 
for modification of weekly working time resulting from the specific personal needs of employees.  
      Employers do not fully also benefit the institute split the job and working at home and teleworking, also working 
time account. The most used in practice institute flexible working hours. In practice, the relatively good level 
follows the change of working conditions of pregnant women. According to the findings of the inspection work are 
better conditions in the establishment of foreign companies, which in the internal rules governing the issue of 
reconciling work and family life? This concept is a real part of the corporate culture of such enterprises. 
       
     Also the results of the competition organized by the Ministry of Labour, Social Affairs and Family of the Slovak 
Republic in the field of Family friendly Employer, gender equality and equal opportunities reflect this fact. In area 
of family support was in the year 2014 a winner Lenovo Slovakia. Ltd. for: 
x Applying for work/life balance as a criterion of success at work 
x Providing comprehensive guidance “harmonization” of services 
x Granted responsiveness to the requirements of flexibility returning from maternity and parental leave 
x Corporate culture for promoting gender diversity and representation of women in management 
x Financial benefit for child bird and marriage 
x Support for fatherhood – three days of paid leave in addition to born child 
 
     The biggest problem seems to be women return from maternity leave; women often lose the work or cannot find 
pro-family oriented firm. On the one hand, the lack of money forces women to work and, on the other hand, there is 
high unemployment and limited employment opportunities for women with children; the conflicting pressure 
between work and family life is growing. The survey, which was carried out in 2014 by consulting a questionnaire 
to a sample of 186 women aged 20-35 years with children aged 2-6 years was focused on their opinion and the main 
problems with employment possibility. Only 17 % were satisfied with their position, 14 % of them can work with 
help from family in standard working time, 11 % can work because their children attend kindergarten, 4% use of 
flexible working hours,  67% would welcome the opportunity to work, taking into account their specific situation 
and under favourable conditions childcare. 
Mothers perceived the main problems with the employment in following order: 
x Lack of employer employment of women with young child 
x The low level of wages reduces the willingness to engage in  part time work 
x Weak state support in caring for children of working mothers (low availability of nurseries and 
kindergartens) 
x Poor awareness of the possibilities of flexible forms of work 
x Lack of legal awareness of women in flexible forms of employment (ignorance of the various options and 
their benefits) 
      Employers most prefer current conditions and work organization. The reluctance of employers may stem from 
the lack of knowledge about flexible work organization and their benefits. Employers also have concerns about 
higher administrative and operational claims. The practice is also reflected in the gaps in the employment of specific 
groups of employees concerned about the increased cost of such job. High unemployment and low wage levels and 
poor financial situation for employees is often the reason for the deliberate non-compliance with labour legislation 
and patience these shortcomings by staff. The above findings lead to the proposal of the following measures: 
x Increasing legal awareness of employers and employee in labour legislation 
x Increasing support for harmonization of work and family life, creating a pro-family policy 
x Increasing access to quality childcare services, an appropriate system of parental leave, the involvement of 
men in childcare               
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      It is also necessary to improve the awareness and training staff in understanding not only the workforce but also 
as a man who has his family and private life and incorporate the concept of aid harmonization of work and family 
life in their internal policies and collective agreements. The problem is often connected with internal causes, for 
example in attracting and selecting process, missing information and requirements for employee about flexible 
working time possibility. Pro-family policy is a part of the company culture and also the brand, what can have a big 
influence on the potential employee and on the goodwill (Gogolova, Majerova, 2013).Flexible forms of work bring 
many improvements, they meet the needs of employers and also the needs of employees who can better align their 
professional lives to the care of family. Pro family measures in praxis help to increase employment for persons who 
are in the labour market in some way disadvantaged and unable to carry out work on a standard working time. 
6. Conclusion 
     Despite the implementation of legislative changes aimed at improving conditions in the labour market for 
workers with family responsibilities, the legal framework that the issue needs to be expanded and updated to fit the 
current modern trends applied in EU countries. It is therefore necessary to give attention and greater focus on issues 
for staff in relation to the alignment of these areas of life as well as an information campaign to expand the use of 
other options split the job among both employers and employees. The aim is to reach that the work and private life 
not receive in an increasing conflict and avoid inadequate revaluation of one of these spheres. Favourable 
employment conditions contribute to greater employee satisfaction, to the restoration of family life but also greater 
efficiency and eliminate stress. Often such measures do not cause additional costs and are feasible in the short term. 
Enterprise Support harmonization of work and family life are well received not only for employees but also in the 
business environment and society. 
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